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Task 1

Relevant areas of the National Policing Curriculum: Understanding the role of a constable, maintaining Professional Standards, Leadership and Team-working, Wellbeing and Resilience

	
Critically evaluate theories of team dynamics as a means of developing team cohesion (reasons why some teams cannot function, theories and models relating to team dynamics, ways to improve team cohesion) and to what extent group dynamics are shaped by wider organisational cultural norms. 

Consider why inter-personal conflict can occur within a team and outline what strategies can be adopted to enhance individual and team performance. 

Consider how team dynamics within the police service can result in failing to comply with professional standards requirements demonstrating an understanding of organisational justice in a policing context (Code of Ethics, policies, procedures, protocols, or legislation).

2000 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

A ‘team’ is defined by McCahan et al. as “a group of people who come together to work in an interrelated manner towards a common goal”. A group is defined by Hare (1962) as “two or more humans who interact with each other, have expectations as members of the group and share a common identity”. To summarise, a team differs from a group as team members often share a joint responsibility as opposed to just an interaction, in line with organisational goals and policies. Working as a team allows individuals to take on sub-tasks and work together to achieve the overall goals, that cannot be accomplished individually (Filho, 2019). Some common benefits of team working include increased efficiency, better problem solving, improved motivation and improves trust. According to Magloff (2019) “teamwork fosters creativity and innovation, blends complementary strengths, improves morale and provides greater flexibility in the workplace”.

Team dynamics refer to the way in which the team behaves. It is the psychological process which underlie interactions within the team and influence the team’s performance and direction (Nini, 2019). This is due to each individual having different strengths and weaknesses. It is important for teams to openly communicate, and team dynamics is a way of understanding those unconscious factors and how this may positively or negatively impact the overall performance of the team. Team cohesion refers to the bonding created within the team as a result of the dynamics and psychological interactions. This is supported by Salas et al (2015) who describes team cohesion as “the shared bond that drives team members to stay together and to want to work together”.

However, challenges can occur when working in a team because of poor communication, misaligned goals and confusion over individual roles. When conflict occurs in a team, it can reduce the productivity and adds stress to the team, causing a significant impact on morale (Leonard, 2019). The Tuckman Team Model of 1965 highlights the importance of effective communication at each stage of forming a team. This model describes five stages of progression which includes forming, storming, norming, performing and often adjourning (Tuckman, 1965). 

The forming stage is where teams are dependent on the hierarchy and whereby team members are getting to know each other and tend to behave independently. The storming stage is where boundaries are challenged as team members become more comfortable with each other and strengths and weaknesses are identified. Team members contribute ideas to achieve the shared objectives and roles are defined. However, this stage is where confrontation may arise and if badly managed, this phase can be very destructive for the team (The Team Building Company, 2022). During the norming stage, if such conflicts are resolved, the team will move towards collective working practices and each team member will be fully aware of what is expected of them. If team members do not fully understand this, revisiting the forming or storming stage will be required before moving on (Last, 2019). The performing stage is where team members perform together and reach the team goals, while disagreements are generally resolved happily. Finally, the adjourning stage was later added by Tuckman in 1975, whereby the team members go their separate ways once the shared goals have been achieved.

The Belbin theory 1969 highlights that the most high-performing teams are made up of a mix of diverse behaviours (Belbin Associates, 2022). This theory was developed by analysing what made teams successful, whereby nine individual team roles were identified. This includes roles such as resource investigator, co-ordinator, specialist and implementer. It has been argued that teams can become unbalanced if members have similar weaknesses or roles (Mind Tools, 2022). By teams becoming unbalanced due to similar behaviours or roles, it will have a significant impact upon achieving the aims and conflict may arise as a result. However, using Belbin’s theory allows leaders to create great teams and provide an understanding of individual strengths and ensure everyone has a valued role within the workplace. This is supported by Event Management Group (2022) who states, “the Belbin Theory is a brilliant method to help teams understand their roles within an organisation”.

In order to develop team cohesion and for effective team performance, leadership plays a crucial role. A team with an effective leader, who understands the team’s dynamics and how to encourage positive dynamics, is more likely to perform well and build trust. Leadership is vital for building the strength and power of the organisation and managing relationship and resources (Cohen, 2020). According to Thomas and Adair (2008, p.132) “managers become leaders when their personality, knowledge and functional skills of leadership are recognised and accepted by the others involved”. Adair (1973) published the Action Centred Leadership which highlights the core actions leaders must take to lead a team effectively. Leading a team can be proven difficult at times due to a variety of reasons. Adair aimed to create a model which highlights the importance of leading a team from a more simplified approach. This model is based on three overlapping circles representing: achieving the task, building the team and developing the individual. 

The purpose of interlocking circles is to illustrate that each circle relies upon the others for success. If one area fails, it will affect the whole cycle for success. This means in order to become an effective leader and to develop team cohesion, leaders must balance actions across all three circles of responsibility (Mind Tools, 2022). This balance ties in with Adair’s 50/50 theory. Within this theory, Adair argues that 50% of motivation comes from within a person and 50% comes from the environment in which people work in and the leadership experienced (The Team Building Company, 2022). Understanding what motivates an individual is crucial for leaders as it allows them to connect with the team and build stronger relations. Critics of Adair’s model however argue that due to this model being created in 1973, it does not align with contemporary times and is somewhat outstated (Pippa, 2015).

Culture is the characteristics and customary beliefs, shared attitudes and behaviours among a social group and is most commonly experienced through the norms and expectations of a group (Groysberg et al. 2018). Businesses with diversity and inclusion provides innovative ways of thinking and improves group dynamics. In order to enhance positive group dynamics, organisations should seek to include people from all backgrounds and identities. Culture evolves as the company’s managers and employees experience challenging situations as the organisation grows and develops over time (Herman, 2022). Organisational culture provides teams with a sense of shared purpose and drive for better performance. Effective leaders are aware of the cultures amongst the group being led and lay out strategies in line with these cultures, enhancing group dynamics. According to Assure Programs (2021) “alignment between organisational culture, leader and team dynamics are the building blocks to success”.

It is important to recognise that when individuals work together in teams, conflicts often occur and are inevitable (Last, 2019). Interpersonal conflict is any type of conflict that involves two or more people which can be emotional, physical, personal or professional. Within the workplace, interpersonal conflict occurs when there are disagreements between team members which may include tasks, deadlines or relationships. This is supported by Risser (2022) who states, “there are many different causes, including differing points of view, personality mismatches or cultural differences”. In order to prevent interpersonal conflicts, it is vital to acknowledge the conflict and understand the different types found within the workplace and how to address each type individually. Different types may include pseudo conflicts, policy-related interpersonal conflict and ego-related interpersonal conflict (Risser, 2022).

Poorly managed conflict can have a detrimental impact upon the organisation and the team unit built (Indeed, 2021). Strategies which can enhance individual and team performance may include improving communication skills through non-verbal means such as the use of body language, eye contact and pro-active listening. Raypole (2020) suggests that conflict should be approached with flexibility, respect, and the willingness to listen and consider others’ perspectives. It is important to understand and listen to each other’s differing viewpoints, which can be done by asking questions to clarify understanding and show the other person that you’re listening (The Conflict Expert, 2019). Understanding the other persons feelings will help reduce tensions and avoid future conflict. Emotional intelligence refers to the ability to recognise and control your emotions and recognise emotions in others. Research suggests that a large part of emotional intelligence is about being able to empathise with others and considering how you would feel in the same situation (Cherry, 2020).

To avoid confusion over roles, it is recommended to assign a team leader who can help provide direction and guidance for the team (Last, 2019). In line with this, team rules are recommended. This can include expectations regarding meetings, attendance and strategies. The DISC theory was developed in 1928 by Dr William Moulton Marston as a conflict management model. This model is based on four key personality traits described as dominance, inducement, submission and compliance. The DISC theory 1928 highlights the importance of gaining insight into different personality traits, which will assist with resolving conflict due to understanding different points of view on a wider scale. 

According to the Committee on Standards in Public Life (2015, p.7) “the public expects high ethical standards from the police that serve them”. Policing relies on policing by consent which is underpinned by the Peelian Principles 1829. These principles include earning the trust and confidence of the public in order to gain co-operation and prevention in crime, which are still valid today and have shaped the approach that HMIC take when conducting PEEL assessments of police forces (The Crime Prevention, 2022). Ethical behaviours come from the values, beliefs and attitudes of each individual and are often shaped by the wider group. 

The College of Policing sets the professional standards of policing which includes the Code of Ethics. This includes nine policing principles which are intended to strengthen the existing procedures and regulations for ensuring standards of professional behaviour for both police officers and staff in England and Wales (College of Policing, 2014). The Standards of Professional Behaviour reflect the expectations that the professional body and public have of police officers and staff.  This includes challenging and reporting improper behaviour, which is where officers report, challenge or take-action against the conduct of colleagues which has fallen below the standards required (UK Government, 2022). It also includes conduct whereby officers are expected to behave in a manner which does not bring discredit to the police or undermine public confidence in policing. According to the College of Policing (2014) “all officers, staff and particularly managers, have a duty to act where a concern is raised about any behaviour or level of performance which may account to a breach of the code”.

In terms of team dynamics, individual behaviour is shaped by organisational culture and is often driven by leadership (Committee on Standards in Public Life, 2015). People follow ‘by example’ and behave in the same way as their leaders and team members. This is supported by Lord Justice Leveson (2012) in his report stating that the tone is often set from the top. If leadership disregards or fails to comply with professional standards, this effects the team dynamics as a whole and these behaviours become the norm. While the importance and benefits of strong team dynamics have been explored, this also comes with its disadvantages. This may cause reluctance to challenge and report improper behaviour and conduct may fall below the standard required, breaching professional standard requirements.

The theories of team dynamics have been discussed within this assignment which includes Tuckman’s 1965 Team Model, The Belbin 1969 Theory and John Adair’s 1973 theory. These theories critically analyse how team dynamics develop team cohesion through intensive literature and research. It has also been explored within this assignment why inter-personal conflict occur within a team which includes poor management, differing opinions, personality clashes and poor communication. Strategies to enhance individual and team performance included the use of body language and pro-active listening, being emotionally aware and adhering to the DISC theory as a conflict management tool. In terms of the police service, the Code of Ethics, nine policing principles and the standards of professional behaviour has been analysed in line with team dynamics within the police service.
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Task 2

Relevant areas of the National Policing Curriculum: 
Vulnerability and Risk, Evidence-based policing

You must choose a policing incident in which you played a significant role with a victim of crime or anti-social behaviour and reflect on what happened. 

	
Give a brief description of the incident including social and legislative contexts and any relevant cultural, ethnicity and language issues. 

Critically evaluate the appropriateness of different approaches (by professionals and the police) in supporting or managing vulnerable people or people at risk of harm. 

Explore what works in relation to tackling repeat victimisation and repeat offending. Consider the use of evidence-based policing. 

2000 words (+/- 10%: include your actual word count at the end of each section)





ANSWER:

Reflective practice refers to the ability to look back and reflect on your actions and improve the way you work (College of Policing, 2022). This can be recorded or cognitive, allowing the learner to improve their self-awareness and emotional intelligence. According to Copley (2011, p.18) “the ability to reflect will allow you to identify your strengths and weaknesses”. This also allows strategies to be made based on weaknesses identified. 

In order to reflect on a policing incident whereby I have played a significant role with a victim of crime, I will be using Kolb’s (1984) reflective cycle. This reflective cycle offers a framework around four distinct stages consisting of a concrete experience, reflective observation, abstract conceptualisation and active experimentation. Kolb’s 1984 model demonstrates that learning should take place as a continuous cycle (Copley, 2011). The experience described becomes a concrete experience, where the learner can reflect upon it and use what has been learnt from this experience and put it into practice.

I responded to reports of a possible cuckooing case following a third-party report. 
Cuckooing refers to when criminals target the homes of vulnerable adults so that the property can be used to facilitate crimes such as drug-dealing (Manchester Safeguarding Partnership, 2022). The report contained information that the victim had befriended a male following the death of her late husband. The victim resides alone and is a hoarder, to which her landlord requested that she clears the house in order to allow electrics to be fitted. The male agreed to help the victim by storing her belongings at an unknown storage unit and requested payments to be made for this service. The male was suspected to have manipulated the victim into believing that two females who attend the address daily were carers and required further payments for this service. The victim was forced to sleep downstairs due her bedroom being padlocked by the male, which contained personal paperwork and antiques, believed to be worth a lot of money. The victim had limited access to clothing, food and finances. This links to the offence of Coercive Control under Section 76 of The Serious Crime Act 2015.

Upon attendance, the victim was unaware that police had been informed, however was supported by a close friend, who was acting as the appropriate adult. It was immediately clear that the victim was extremely vulnerable and had suspected learning difficulties. Due to this, I made best efforts to ensure the victim felt comfortable by use of emotional intelligence such as pro-actively listening and body language. The victim disclosed a range of offences, which was captured on body worn video as a first account. This is important as the camera acts as an independent witness, capturing footage from the officer’s perspective (Metropolitan Police, 2022). The victim did not appear to understand the full extent of the abuse, believing that the suspect has trying to help her and appeared extremely vulnerable. As a result, I completed a witness interview booklet whereby I captured brief details of the circumstances, allowing an ABE assessment to commence at a later date. I felt it necessary for the victim to be provided with a response adhered to her needs and to work alongside specialist departments such as social services who could provide the victim with the support she required, to which I could not do alone. 

I contacted the landlord of the address to change the door locks, allowing the victim to regain control of the address, ensuring immediate safeguarding measures until the suspect was located and arrested. I provided the victim and the appropriate adult present with relevant safeguarding advice. Following initial attendance, I ensured I submitted a vulnerable adult referral to social services as I felt the victim required further support and for an urgent strategy meeting to be held, documenting my concerns. I liaised with specialist departments such as the Public Protection Unit and outlined the importance of arranging an ABE assessment and detailed outstanding lines of enquiries which would assist the investigation overall. Following this, I ensured I continued patrols within the vicinity to provide the victim with reassurance. Whilst dealing with this call, there was no relevant cultural or ethical issues.

I felt that I built good rapport with the victim, treating her with respect and dignity, which allowed her to feel comfortable and disclose information which assists the investigation. However, I struggled to keep a running record of what the victim was disclosing. This was due to her vulnerabilities, making it difficult to stick to each topic in chronological order. I was fearful that due to this, I was missing vital information. Having never dealt with a case of cuckooing, I initially felt out of my depth. Due to this, I felt somewhat embarrassed to seek advice from specialist departments, which may have provided the victim with more in-depth information in terms of the next stages of the investigation.

I feel that my confidence is growing each call that I attend, whereby I link learning experiences from previous calls and advice received from my colleagues. I have learnt that when I am unfamiliar with a certain call and wish to provide the victim with the best suitable service, I should always seek advice from colleagues who may have the experience and skills to enhance my learning. I have also learnt that when it may be difficult to obtain details from the victim, to always remember the ABE process and avoid interrupting the victim as they are recalling very difficult information. If I were to attend a similar call in the future, I will ensure I take the same approach however liaise with other departments whilst at the call to provide the victim with the best possible service.

When managing and supporting vulnerable members of the public, there are a range of approaches for both professionals and the police. Multi-agency working is the key to early identification of risk and prevents the risk from escalating as the police cannot meet the complex needs of vulnerabilities alone (Home Office, no date). Partnership working also allows the correct approaches to be tailored to the individual based on their needs. Multi-Agency Safeguarding Hub (MASH) aims to respond to vulnerable children and adults through safeguarding action. Effective information sharing between agencies reduce the likelihood of harm which can be achieved through referrals. When officers attend calls and an adult or child at risk is identified, it will often be necessary to make referrals to other agencies such as health or social care in line with legal and ethical considerations such as the Data Protection Act 2008 and Human Rights Act 1998.

As a result of referrals made, a strategy meeting may occur following concerns raised. Strategy meetings involves the meeting of agencies to discuss the safeguarding of children or adults at risk and what strategies are required to enhance existing safeguarding. Multi-agency risk assessment conference referrals (MARAC) is a meeting where information is shared and agencies such as police, probation, health, housing IDVAs and child protection meet to discuss high risk domestic abuse cases. Safety plans are discussed within these meetings to ensure the victim and any children at the address are safe (Domestic Abuse Support Services, 2022).

If an outside agency such as social services is concerned about the welfare of a vulnerable person, the police can be called upon to conduct a ‘welfare check’ on that person under the oath of preventing crime and protecting life or property. However, there may be times when partner agencies attend alongside police to support the individual. The National Vulnerability Action Plan is a framework developed to support forces and improve response to vulnerability and reduce threat, risk and harm.

The THRIVE model provides a structured way of assessing threat, harm, risk and investigation opportunities associated with the vulnerability of a victim in line with the National Decision Model and Code of Ethics (Lawson, 2017). The College of Policing provides the skills and guidance for officers to identify when a person is vulnerable. When dealing with vulnerable members of the public, officers should use more advanced communication skills in order to build trust and rapport. According to the College of Policing (2020, online) “practitioners described rapport as building a human connection, developing a relationship and encouraging trust”.  This is also supported by active listening, allowing the individual to know that you are listening by use of open questions and summarising information. It also shows the individual that you are willing to support them whilst recalling difficult information.

The Victims Code provides victims with the support and information regarding to the services victims of crime are entitled to and specialist support available. Under the Code, the police are required to complete an assessment at the earliest convivence to determine whether the victim classifies as a vulnerable or an intimidated victim. Where a victim is identified as vulnerable or intimidated, the use of special measures, intermediaries and advocates can be used to support the victim under the Code. Appropriate adults can also assist a vulnerable person to understand the process and support communication between the individual and the police under the Police and Criminal Evidence Act 1984.

Evidence-based policing relates to using the best available evidence to inform and challenge policing policies, practices and decisions, used by everyone in policing (College of Policing, 2022). By using the best available evidence, it ensures better understanding of an issue and allows policing resources to be implemented based the nature of the issue. The ATLAS model assists with this as it is designed to encourage officers to ask questions, test and evaluate new ideas and adapt current practices based on the best available evidence. Repeat victimisation refers to when the same person or place is a victim to more than one incident within 12 months. This is supported by Weisel (2005) who claims that repeat victimisation occurs when the same type of crime incident is experienced by the same victim or target within a specified period. Once someone has become a victim of a crime, they become vulnerable to being retargeted in the near future. 

Routine Activity Theory (RAT) explains the rate of victimisation and illustrates for a crime to occur, there must be three elements: a motivated offender, a suitable target and the absence of a capable guardian. Nickerson (2022) argues that routine activity theory is an approach which examines the ways in which individuals expose themselves to an increased risk of being a victim. By increasing the presence of a capable guardian or whereby victims avoid placing themselves in situations where crimes can be committed against them, this breaks the cycle of repeat offending and victimisation. All police forces should have repeat victim policies and guidelines in line with the College of Policing and Code of Ethics. 

Dorset Police (2003) is committed to providing crime prevention advice, working closely with Community Safety Partnerships, Victim Support and other third-sector organisations to reduce the risk of repeat victimisation. Timely appropriate action reduces the risk of repeat victimisation and repeat offending, while providing reassurance to the victim and enhancing police presence. Attending officers should ensure an assessment is undertaken in line with THRIVE in respect of the individual, which allows prompt appropriate and proportionate victim management and problem-solving response based on the individual circumstances (Dorset Police, 2003).  

Further reduction measures include appropriate crime prevention advice to the victim and neighbourhood as part of house-to-house enquiries, relevant statutory or voluntary body involvement, implement a watch scheme or temporary alarms. The police can reduce opportunities for crime by use of Crime Prevention Through Environmental Design (CPTED) which reduces the risk of repeat victimisation and repeat offending by making changes to the victim’s situation such as target hardening or image management (Love, 2020). By tackling repeat victimisation, it ensures victims are not subject to further crimes, reduces fear and minuses the impact of crime and ASB and ensures police target prolific offenders.
A policing incident whereby I have played a significant role with a victim of crime has been explored and reflected upon, including social and legislative contexts and relevant cultural, ethnical and language issues. The appropriateness of different approaches has also been explored in regard to supporting or managing vulnerable people which includes multi-agency working, MASH, MARAC and THRIVE. Finally, repeat victimisation and repeat offending has been explored, including what works to reduce such risks. This includes use of evidence-based policing such as ATLAS and Routine Activity Theory. The importance of timely appropriate action has been explored alongside working closely with community safety partnerships, victim support and other third-sector organisations
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Task 3 
Recognition and confirmation of progress on the Occupational Competency Portfolio (OCP). 
  
 
 
By signing the section below, you are acknowledging your continuing progress on O.C.P.  
This is recognised by the university as work that is fully supporting this module BMPP 6001D; Policing in the Workplace 3 and in signing it will be equivalent to 2000 words. 
 
 
 
 
Confirmation of the progress on the Occupational Competency Portfolio (OCP). 
 
I confirm that I am progressing with the Occupational Competency Portfolio (OCP) in accordance to the regulations.  
 
Signed:  _ _ _ _ _ _M. Bassett _ _ _ _ __ _ _ (Learner – electronic signature accepted.) 
 
Date: __ 02/08/2022__ 






















Task 4 Option 1: 

Response Policing

You should choose a policing incident that was of a complex nature, in which you played a significant role in providing a response.


	 

 Critically assess the challenges associated with a response incident that you have attended, and the strategies developed for effective policing in such challenging situations.



2000 words (+/- 10%: include your actual word count at the end of each section)




ANSWER:

The role of a response police officer can be extremely varied and include many vital aspects such as protecting the public, identify and support vulnerable people, conduct effective investigations and apply conflict management techniques.
According to The College of Policing (2022) “response officers are at the heart of uniformed policing”. Response officers are often the first at scene during times of significant distress and are often required to assess immediate threat, risk and harm present and make prompt decisions in line with the National Decision Model and relevant legislation. It can be argued that such responsibilities come with great challenges despite the in-depth training provided to officers. Many response officers will be in an agreement that no two calls are ever the same, with new challenges and complexities to overcome. 

While the challenges of response policing are varied, some remain unchanged. This includes the increase of new crime patterns such as gang and knife crimes, terrorism, and cybercrime. This is supported by The House of Commons (2018) who argues “policing is struggling to cope in the face of changing and rising crimes”. The advancement of modern-day technologies provides the public wide-ranging advantages, whilst providing cyber criminals the same opportunities to exploit the vulnerable and commit crimes online, whilst remaining anonymous and leaving no trace. This provides challenges for police to respond and investigate due to the sophistication and scale of cyber criminals. In terms of online fraud, only a tiny proportion of cases are ever investigated, let alone bringing the offender(s) to justice. In the context of 1.7 million offences of fraud committed per year, on average, only one in 200 victims ever see their perpetrator convicted (House of Commons, 2018). The HMIC (2015) completed a study of digital crime response by UK forces, which concluded that very few officers understood their own roles and responsibilities to the investigation of fraud and the functions of Action Fraud. 

Budget cuts and lack of resources is a huge problem across all police forces. This is supported by The Association of Police and Crime Commissioners (2015) who argues that austerity cuts and reduction in police headcount is causing a strain on response policing. Officers are confronted with decreasing budgets, less officers on the ground and wide and growing remit (Russell Webster, 2016). The pandemic also caused a huge strain on response officers due to an increase of colleagues being absent through Covid-19, meaning less officers to police the restrictions, respond to emergency calls and earn the trust of the public which has arguably been shattered since high profile recent events such as the murder of Sarah Everard in 2021 by London Met officer, Wayne Couzens. It is important to rebuild and ensure the trust of the public, who are considered to be the ‘eyes and ears’ for supply of valuable intelligence (Nimmons Consulting, 2017). 

The amount of non-crime calls adds significant pressure to police forces, with public expectations broadening further. According to Russell Webster (2016) “80% of calls to the police are not crime-relate”. This may include issues such as mental health, regular missing children from care homes and ambulance related calls in which police are being used as a ‘go between’. An example of a policing incident that I have attended which was of complex nature was a mental health related call. One-quarter of people in the UK experience mental health issues, often coming into police contact in times of immediate need of support (Mind, 2020). The scale of police engagement with those suffering with mental ill-health has continued to grow as a result of lack of resources available and funding of social policies and policing models (Langton et al, 2021). The 999-call received related to a 17-year-old female who had been reported as missing the same evening. This female had returned to her foster placement and proceeded to significantly cause harm to herself with a blade and had locked herself in her bedroom, whilst bleeding out. The first challenge associated with this call was lack of resources and taser officers. Prior to this call, I was with a victim of a separate incident and in the process of taking a statement. I had to stop the statement and leave due to no further units being available to attend. This does not provide the victim with the full service that they deserved whilst recalling a difficult incident. However, this is the nature of response policing and the volume of calls often received relating to those in immediate need of assistance. 

Upon attendance, entry was forced into the bedroom. The female was hysterically crying with the blade still in her hand and was significantly bleeding. I immediately called for assistance. Tactical communications did not appear to work with the female as it was clear that she was suffering with a mental health episode and was in immediate need of care and control. As a result of this, the female was detained and the blade was removed from her hand in order to prevent her from harming herself, me or any persons present in the room. Emergency first aid was applied to the female’s arm and ambulance were called due to the nature of her injuries and requiring hospital treatment. Due to being first at scene, I felt immense pressure and had never applied first aid prior to this call. There were no ambulances available who could attend the address soon enough and therefore, authority was obtained to convey the female to the nearest A&E department to seek treatment for her injuries. S.136 of the Mental Health Act 1983 provides police with the powers to detain those suffering with mental health and take them to a place of safety. The challenge of this was the fact that this power cannot be exercised if the person is in a private dwelling and therefore, this could not be used on this incident. Another issue with this incident was that due to the time of night, the Approved Mental Health Professional (AMPH) was not available to consult with and seek advice off. After much persuasion, the female agreed to attend hospital with myself and my colleague. Whilst at hospital, the female began to calm down and had disclosed significant adverse childhood experiences prior to living in foster care, which had begun her battle with mental health.

While the female eventually received the treatment and support required, this incident would have been more appropriate for the NHS to have responded as opposed to police. Despite a core requirement of police response being to ‘protect and preserve life’, uniformed officers are often intimidating and make matters worse when the vulnerable are experiencing a mental health episode. The National Police Chief’s Council (no date) states that use of force should always be used as a last resort and the importance of providing space to those suffering mental health. However, best practice was not the reality during this call due to the female being a significant risk to herself. The police often fulfil the role of gatekeeper for people experiencing mental health problems and according to Langton et al (2021) “engaging with persons with mental ill-health has become an integral part of contemporary policing”. There is great concern regarding the lack of resources to assist the mentally ill and often the police are expected to pick up the pieces.

Whilst dealing with this call, I developed strategies to provide an effective response in such a challenging situation. This includes remaining calm despite the heightened emotions around me of those involved. In high-stake scenarios, we tend to panic and mess things up (Bayes-Fleming, 2019). Due to this, I ensured to focus on the task in hand and remained mindful of the risks present. I also ensured to make use of the National Decision Model throughout the incident to ensure accountability and a rationale for my actions at the call, including a justified use of force by detaining the female to prevent further harm being caused by removing the blade. Once the female was detained and it was safe to do so, I applied emergency first aid to prevent further blood loss.

As mentioned, there was no AMPH available during this call to consult with and therefore, I remembered previous calls of similar nature and advice provided and put this into practice. The female is well-known to police and social services and frequently goes missing. Due to this, I have dealt with her on numerous occasions and built rapport with her over time. The female appeared to be trusting towards me and agreed to attend hospital and engage in support for her mental health as a result. I ensured to read the female and adapt my communication style to ensure that she would engage with me. Building trust and rapport with the community is fundamental to effective policing which can be earned through communication, use of the media when applicable and improvement of interpersonal skills to foster relationships with the community.

The Policing Vision 2025 sets out the NPCC’s plan for policing over the next ten years, addressing such challenges outlined above, shaping decisions around transformation, resources and providing an effective service that can be trusted (NPCC, no date). There is a demand for local policing to be tailored to society’s complex and diverse needs, which is outlined in the vision, placing emphasis on the delivery of public protection being informed by community priorities and evidence-based policing. Within all changes expected to occur by 2025, the NPCC ensures that respect for Human Rights and commitment to policing by consent remains paramount. To ensure the vulnerable are protected, the police service will need to increase partnerships within the community and with other service providers. The police alone cannot ensure effective responses to mental health crisis incidents and safeguarding the vulnerable and therefore must be supported by health and social care organisation (NPCC, no date). In terms of cyber-crime, the NPCC aims to implement and use new technologies to communicate with online users and raise awareness with the risks, whilst ensuring traditional contact such as foot-patrol, door to door and other means of communicating with the public.

The general challenges associated with response policing has been explored which includes lack of resources, budget cuts, non-crime related calls and the increase of new crime patterns such as cyber-crime. I have also explored the challenges associated with a response incident that I have attended, whereby I provided a significant role and immediate response in order to protect life and provide the victim with the care and control required to prevent further harm. I have also critically assessed the strategies developed for effective policing in such challenging situations. While the role of a response officer is ever changing and challenges vary between each call, the Policing Vision 2025 highlights the need for change within the next 10 years to support the role and serve communities effectively.
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Task 5

Personal Study programme / Individual Learning Plan 
 
 
The first learning outcome identified in the accompanying module descriptor (BMPP 6001D) asks that you formulate and implement a personal study programme to further enhance the development of your professional police practice. A template has been added for an ‘Individual Learning Plan’ that you can use for this task.  
 
This task differs from the PDP that you have completed in your previous workbook in that this learning plan allows you to assess what level you believe you are in key knowledge, skills, and experience against where you believe you (and the force) consider you should be – now and in the coming 6 to 12 months of your placement. This should then be used to target future development need. 
 
2000 words equivalent. Please note that this is not the actual number of words used in completing the table, the count reflects the thought and research behind it. 
 
 
 
ANSWER: 
 
 
Knowledge, Skills and Experience Assessment 
 
	 
	REQUIRED 
	RATING 
	DEVELOPMENT NEED 
 

	KNOWLEDGE 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	In terms of my knowledge of legislation and dealing with calls, I would say I am currently a medium rating of 5. 

This continues to grow each shift and different calls that I attend.

All officers on the frontline should be of a high rating, which I am not of high confidence with yet due to lack of experience and the vast amount of differing calls. Within the next 6 months I hope to be a lot more confident with my knowledge. 

With time and independently dealing with calls as opposed to relying on my more experienced colleagues, I will continue to improve my knowledge. 

Upon completion of the DHEP degree, this will provide me with more time to ensure I revise and study legislation.

 

	SKILLS 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 In terms of my skills, I would say I am currently a medium rating of 7. 

This also improves each shift whilst dealing with calls independently. 

Since the last PDP, I have completed the Tier 2 interviewing course and also the Blue Light driving course.

I have liaised with my Sgt to discuss courses such as Taser, PNC and Method of Entry to enhance my skills, allowing me to be of high rating.


	EXPERIENCE 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	Low 
1-4 
	Med 
5-7 
	High 
8-10 
	 In terms of experience, I would say I am currently a medium rating of 6.

While I am far from experienced in terms of time on response, within my time I have dealt with wide ranging calls from cuckooing, high risk DV’s and sexual offences. 

I will continue to put myself forward for high complex calls as this will only assist me with future prospects. I am hopeful for attachments to return such as CID/PPU so I can work alongside these departments and gain more experience.

I am happy with my progress in this area, and I feel I am averaging where I should be at this stage.  
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